This study investigates how the demographic characteristics (i.e. gender, age, immigrant status) of people volunteering for civil protection organizations, as well as the type of organization, influence the volunteers' motivation to provide this service. A sample of 3320 volunteers was drawn from the following non-profit civil protection organizations in Germany: a) Voluntary Fire Brigade, b) German Red Cross, and c) German Federal Agency for Technical Relief. Reasons for volunteering were assessed by the Scales of Attitude Structure of Volunteers. Correlation analyses, and ANOVAs were conducted. No effects of type of organization and immigrant status on reasons for volunteering were detected. Men's and women's reasons for doing voluntary service were equal, with one exception: self-experience motivation, i.e., the motivation to gain knowledge, skills etc., was higher among female volunteers. Age was negatively associated with social motivation, self-esteem, and career motivation. Our finding that gender and age affect volunteers' motivation can be used to improve recruitment advertisements in the future: the various age groups can be targeted according to their specific motives for doing voluntary service, and the result that self-experience is more important to women than it is to men could also be explored to enhance the recruitment of women.
Background
Although natural disasters such as floods, tsunamis, El Nino events, bush and forest fires, and famine have occurred throughout history, recent trend data indicate that they are increasing each year across the globe, with greater intensity, and that the overall number of affected people is rising ( Coppola 2015) . Also, the cost of disasters is rising worldwide ( Coppola 2015) . In these times of scarce financial resources, non-governmental (NGO) and non-profit organizations (NPO) are essential and should be significant partners of local, state and federal governments in responding to emergencies and disasters ( Haddow, Bullock, and Coppola 2014) . However, the existence of these voluntary organizations and the scope of volunteer engagement in emergency management vary considerably from one country to another ( Alexander 2010 ; Q3: Please update the Ref. "Dostál and Balarinová (2013)"Dostál and Balarinová 2013). For example, the United States has a strong voluntary culture within emergency management, whereas South Korea has only recently established its voluntary agencies in emergency management ( Ha and Ahn 2008) . The Chinese government has also recently recognized that government efforts alone are not sufficient to manage disasters and has encouraged the development of NGOs, although they still lack comprehensive disaster management skills and tools ( Shanli 2014) . In Japan, the East Japan Triple Disaster in 2011 -the 9.0 earthquake, followed by a massive tsunami and the meltdowns at the Fukushima nuclear plant -has led to an increase of NGOs/NPOs providing emergency aid ( Sakamoto 2012) .
As in the United States, emergency and disaster management in Germany is based on a combination of professional personnel and volunteers affiliated with official organizations (i.e. formal volunteering). The three largest civil protection organizations in Germany are the voluntary fire brigade (VFB), the German Red Cross (GRC), and the German Federal Agency for Technical Relief, which is a unit of the German Home Office (German acronym: THW). About 1.8 million volunteers are trained to help in crisis management and civil protection ( Federal Office of Civil Protection and Disaster Assistance [Bundesamt für Bevölkerungsschutz und Katastrophenhilfe] 2015 ). However, the number of volunteers in each organization is steadily declining. An annual
Motives for Volunteering
The functional motivation theory by Clary et al. (1998) states that people become and remain a volunteer as long as the volunteer activity meets their personal motivations, which could change over time ( Clary and Snyder 1999) . Reasons for volunteering can be altruistic (i.e. other-oriented) and/or egoistic (i.e. me-oriented) ( Clary et al. 1998; Clary and Snyder 1999) . While some models assume the existence of two motives, such as egoistic vs. altruistic motives ( Frisch and Gerrard 1981) , or intrinsic vs. extrinsic motives ( Finkelstein 2009 ), one of the most widely accepted models of motivation ( Widjaja 2010 ) is the multi-dimensional model of Clary et al. (1998) . This model identifies six distinct motives, which are measurable with the Volunteer Functions Inventory (VFI): (1) to express one's altruistic and humanitarian values -desire to help; (2) to gain knowledge, skills, and abilitiesunderstanding motive; (3) to develop and strengthen social ties -social motive; (4) to improve career prospectscareer motive; (5) to develop and strengthen a person's self-esteem and self-importance -enhancement motive; and (6) to escape from own difficulties -protective motives. It has been argued that by addressing these primary motives of people, recruitment messages can persuade more people to take up voluntary work ( Clary et al. 1998; 1994) .
The research question of the present study is how the demographic characteristics (i.e. gender, age, immigrant status) of people volunteering for civil protection organizations, and the type of organization, influence the volunteers' motivation to provide this service. The answer is important because each organization should offer those tasks and positions that meet the motives of their potential volunteers ( Clary and Snyder 1999) . In the following, theoretical and empirical findings from previous studies are presented and five hypotheses regarding volunteers' motives and the type of organization are derived from them.
Type of Volunteer Organization in Civil Protection
The GRC, VFB and THW rely on the cooperation of professional personnel and volunteers. The tasks in the three organizations are characterized by an emphasis on social responsibility. Although the activities are quite different, all three organizations depend on highly qualified and committed volunteers, in whom they invest substantial resources. Furthermore, all organizations have traditionally been apolitical. Therefore, the reasons for people doing voluntary service in these organizations can be expected to be similar in terms of the altruistic motive, understanding motive, and career motive; political motives probably do not play any role for volunteers. Recently collected data of 949 volunteers revealed that the three main reasons for volunteering -"to help others", "social contacts in the community interest me", and "friends have involved me" -were equal for the three organizations; political responsibility as a motivational factor was not mentioned by any of the volunteers ( BIK 2013). Thus, the following Hypothesis was derived:
Hypothesis 1: The voluntary members of Germany's three largest NPOs in civil protection (i.e. VFB, GRC, and THW) do not differ in their motives for conducting voluntary service.
Gender
Previous research has found that for both women and men, the most important reasons for volunteering are to help people and to gain knowledge, skills, and abilities ( Chapman and Morley 1999; Fletcher and Major 2004; Yadessa 2015) , whereas social, career, and protective motives seem to be less important (e.g. Okun and Schultz 2003) . However, for women, it is more important to gain knowledge and skills than it is for men ( Chapman and Morley 1999; Fletcher and Major 2004; Yadessa 2015) . The social factor was rated equally by women and men ( Chapman and Morley 1999; Switzer et al. 1999; Fletcher and Major 2004; Yadessa 2015) . There are no unambiguous study results with regard to the following motives: (i) helping other people, (ii) improving career prospects, (iii) developing self-esteem, and (iv) protecting the ego ( Chapman and Morley 1999; Switzer et al. 1999; Fletcher and Major 2004; Yadessa 2015) . Thus, our second hypothesis states:
Hypothesis 2: Some reasons for volunteering will be similar for men and women (e.g. social motivation), and some will be dissimilar, such as the motivation to gain knowledge and skills.
Age
Both younger and older volunteers have a high motivation to help other people ( Francis and Jones 2012) . However, younger volunteers have a higher career motivation and a greater desire to acquire knowledge and skills, compared to older people ( Omoto, Snyder, and Martino 2000; Francis and Jones 2012) . In accordance, results of Okun and Schultz (2003) indicated that the career motivation and the motivation to gain knowledge and skills decreases with age. Findings regarding the effect of age on the social motive and on the motive of helping others have been varied ( Omoto, Snyder, and Martino 2000; Okun and Schultz 2003) . Thus, Hypothesis 3 proposes:
Hypothesis 3: Age will be negatively associated with career motivation and the motivation to gain knowledge and skills.
It remains unclear whether the reasons of people entering a voluntary service differ from those of long-time volunteers. Frisch and Gerrard (1981) found that senior volunteers stated that the motivation to help others is higher now compared to when they started. Thus, the fourth hypothesis states:
Hypothesis 4: The motivations of people entering a voluntary service differ from those who have already volunteered for a longer time.
Immigrant Status
Second generation immigrants are more strongly influenced by the cultural values of the host country than immigrants of the first generation ( Schiefer 2013) . Second generation immigrants adopt the values of the host country more easily, as they have already been exposed to these values throughout their lives ( Hwang 2006) . Recent immigrants have more employment-related reasons (e.g. improving job-related skills) for volunteering than immigrants who have already lived in the host country for more than 4 years, although the highest motivational reason for both groups was of social nature ( Handy and Greenspan 2009) . Since training in the area of civil protection is difficult without adequate language skills, volunteers working in this field are assumed to have very good language skills and to be well-integrated into German society. Consequently, the motives of people with an immigrant background are assumed to be the same as those of non-immigrants. The last hypothesis therefore states:
Hypothesis 5: Reasons for volunteering will be similar across different groups of persons with different immigrant status.
Additionally, reasons why people terminate their voluntary work in the field of civil protection are also explored in this study.
Methods Sample
A convenience sample of 3320 volunteers was drawn, involving volunteer members of the VFB (n=861), GRC (n=1221) and THW (n=1238). Although the survey was not limited to adults, as children and adolescents also do voluntary services, all participants were at least 14 years of age due to the guidelines for interviewing minors in Germany (see guidelines issued by the Work Group of the German Market and Social Research Institute e.V., Work Group of the Association of Social Science Institutes e.V., Association of German Market and Social Researchers e.V., German Society for Online e.V [Arbeitskreis Deutscher Markt -und Sozialforschungsinstitute e.V., Arbeitsgemeinschaft Sozialwissenschaftlicher Institute e.V., Berufsverband Deutscher Markt-und Sozialforscher e.V., Deutsche Gesellschaft für Online-Forschung e.V 2006). Nation-wide recruitment strategies included: top-down recruitment (i.e. staff intranets, displayed adverts for the project with a link to the online questionnaire), posts and links on social network web sites (e.g. Facebook, first responder forums), and presentations at conferences. The project web site (http://www.inka-sicherheitsforschung.de/start/) also contained study information plus a link to the online study. Ethical approval was obtained from the ethics committee of the University of Greifswald, Germany.
Instruments Sociodemographic and Organization-related Information
Participants answered questions regarding their demographic characteristics (e.g. gender, age, educational level, immigrant status). Immigrant background was assessed by the following characteristics: present and former citizenship of participant; present and former citizenship of participants' mother; present and former citizenship of participants' father ( Federal Statistical Office [Statistisches Bundesamt] 2015) . Based on these data, the participants were assigned one of three immigrant statuses: non-immigrant, people with immigrant background but with the German citizenship and no other (previous) citizenship, and any other immigrant. Additionally, immigrants graded their self-perceived integration in Germany introduced by the following statement: "In the following, we would like to ask you about your situation in Germany." Participants used a 5-point Likert scale (1 = not at all, and 5 = extremely) to rate the following statements: "I feel at home in Germany", "I maintain social relations with Germans", and "I feel respected by Germans". Responses were added up to create a total mean score, and the coefficient alpha for the total score was 0.81.
Additionally, all participants answered questions regarding the type of organization that they worked for, their years of service, and whether they had ever contemplated terminating their voluntary service by answering the question "Have you ever thought about ending your volunteer work in the field of crisis management and disaster recovery?". Seven different statements were used to assess reasons for termination (see Table 3 ).
Scales of Attitude Structure of Volunteers
Although in several studies the abovementioned VFI ( Clary et al. 1998 ) was used to investigate motives for voluntary service, in this study the German-language questionnaire Scales of Attitude Structure of Volunteers (German acronym: SEEH; Bierhoff, Schülken, and Hoof 2007) was used, because no German validated version of the VFI existed. Despite the different taxonomies of the SEEH and the VFI, considerable overlap can be found; nonetheless, there are few differences between the two models, which will be discussed briefly after the description of the SEEH. The questionnaire SEEH assessed the willingness of volunteers to contribute to an NPO. The questionnaire comprised 21 items assessing the following eight incentives and reasons for voluntary work: (1) to develop and strengthen social ties -social motivation; (2) to have new experiences and get to know oneself better/to know about one's strengths and weaknesses -self-experience motivation; (3) desire for self-fulfillment and to develop and strengthen one's self-esteem; (4) because of influence of family members or friends -social influence; (5) to balance professional work -work-life-balance; (6) to improve career prospects -career motive; (7) to help other people -social responsibility; and (8) to achieve political/social changespolitical responsibility. These eight scales were assigned to either the self-serving or the altruistic orientation dimension. The SEEH was introduced as follows: "Below you will find a number of possible reasons for volunteering in a non-profit organization. Please indicate for each of the listed reasons how important or unimportant this reason is for your current motivation to do volunteer work." The item response anchors ranged from 1=the cause is absolutely unimportant to 9=the cause is absolutely important. Bierhoff, Schülken, and Hoof (2007) confirmed the eight theoretically derived attitude dimensions with a factor analysis and documented construct validity of the scales.
There are a few differences between the VFI and SEEH, for example with respect to the protective reason ( Bierhoff, Schülken, and Hoof 2007). The issue of the VFI protective scale, which describes voluntary work as a relief from other difficulties, is addressed only indirectly in the work-balance scale, without explicitly formulating the psychological defense function as described in the items of the VFI protective scale, e.g. "Volunteering is a good escape from my own troubles" ( Bierhoff, Schülken, and Hoof 2007). Furthermore, SEEH addresses two topics which were not addressed in earlier analyses: social influence and political responsibility ( Bierhoff, Schülken, and Hoof 2007) .
Data Analysis
Data analysis was carried out using SPSS and descriptive statistics were calculated. Analyses of variance (ANOVA) and chi-square tests were run to establish whether demographic and work characteristics differed across the organizational samples (see Table 1 ). Differences between the samples were observed with regard to gender: χ 2 (2)=88.54, p<0.001, Cramer's V=0.16; number of years of volunteer service: F(2, 3268)=25.32, p<0.001, η=0.12; and age of entry into service: F(2, 3268)=37. 40, p<0.001, η=0.15 . No effects were observed regarding age, educational level, and immigrant status. Furthermore, zero-order correlations (Pearson), coefficient alphas, means, and standard deviations for scores on the SEEH were calculated (Table 2) . ANOVAs were conducted to determine the effect of type of organization, gender, and immigrant status on SEEH scores. Correlation analyses were performed to reveal the effect of age on SEEH scores. The participants were grouped according to their immigrant status as follows: non-immigrants (n=3025), people with immigrant background but with the German citizenship and no other (previous) citizenship (n=183), and any other immigrants (n=75). An ANOVA was conducted to investigate whether the two groups of immigrants differed with respect to their self-perceived integration.
Results

Reasons for Volunteering
As can be seen from Table 2 , the most important motivating factors for doing volunteer work were social responsibility, self-experience and social ties, whereas social influence, career, and political responsibility seemed to be less important.
Type of Organization
No effects of type of organization on current reasons for volunteering were observed. Effect sizes (i.e. η) varied between 0.09 (SEEH self-experience subscale) and 0.01 (SEEH professional balance subscale).
Gender
On almost all SEEH scales, men and women had similar scores -with one exception: women scored higher on the SEEH self-experience subscale than men: F(1, 2694)=25.21, p<0.001, η=0.10. Because there were differences among organizational samples with respect to gender (see Table 1 ), additional ANOVAs were conducted for each organizational sample separately. Within the VFB and GRC samples, no gender differences were detected with respect to the SEEH subscales. Within the THW sample, however, women scored higher on the SEEH self-experience subscale: F(1, 750)=11.98, p<0.01, η=0.13.
Age
Age was associated with the following SEEH subscales: social ties (r=−0.10, p<0.001), self-esteem (r=−0.14, p<0.001), and career (r=−0.32, p<0.001). Considering the number of years of voluntary service, the analysis led to approximately the same results as for age, with one exception: no association was detected between the number of years of service and the social ties subscale. A large significant effect of age on number of years of voluntary service was observed: r=0.734, p<0.001. The average starting age of volunteers was 20.8 years (SD=8.5, range: 6-67 years). Of the 3320 studied volunteers, 11.4% (n=373; 1.5% missing values) had entered the voluntary service in the last 2 years. Of these 373 persons, 24.1% (n=90) were aged 19 or below, 57.6% (n=215) were aged between 20 and 39, 16.9% (n=63) between 40 and 59, and only 1.3% (n=5) were aged 60 or over. Of the sample of volunteers up to 19 years of age, those who had entered the voluntary service within the last 2 years scored lower on the following SEEH subscales compared to those who had entered the service more than 2 years ago: self-experience (F(1, 148) =5.02, p<0.05, η=0.18) , and political responsibility (F(1, 144)=2.92, p=0.09, η=0.14) . Accordingly, volunteers aged 19 or below who had entered the volunteer service in the last 2 years scored lower on the self-serving orientation scale (F(1, 140)=6.94, p<0.01, η=0.22 ) and the altruistic orientation scale (F(1, 144)=6 . 51, p<0.05, η=0.21) . No effects of time of service were detected for young adults (aged 20-39) and middle-aged adults (aged 40-59) . No analysis was possible for the sample of volunteers aged 60 or over, because only five people had started the service in the last 2 years.
Immigration Background
Of the 258 participants with an immigration background, 183 (71%) had German citizenship and no other (previous) citizenship. Comparing the three different immigrant status groups (i.e. non-immigrants, immigrants with the German citizenship and no other (previous) citizenship, and immigrants), no effects on the SEEH subscales were detected. Effect sizes varied between η=0.06 (self-esteem) and η=0.02 (social responsibility and social ties). No differences were found between the two groups of immigrants with respect to their self-perceived integration in Germany. Both groups rated their self-perceived integration (from 1=not at all to 5=extremely) as very high (M=4.48, SD=0.48, and M=4.41, SD=0.68, respectively).
Reasons for Termination a Volunteering Service
To the question "How satisfied are you with your voluntary work?" (Likert scale: 1=very unsatisfied to 5=very satisfied), over 82% of the respondents answered to be satisfied or very satisfied with their voluntary work (M=3.96, SD=0.81, range: 1-5). However, 54.7% of the respondents had thought about ending their volunteer work (Table  3) , the most important reasons for which were: difficulties with other volunteers/volunteer supervisor (17.9%), lack of time (15.0%), and difficulties regarding compatibility with professional commitments (14.8%). Small effects of gender on reasons for termination were observed, as well as of age, and type of organization. No effect of immigrant status (yes/no) on reasons for termination was observed (see Table 3 ). 
Discussion
The present study has investigated people's motivations for volunteering in the field of civil protection, their demographic characteristics, and the role that the type of organization for which they provide their service plays. The first hypothesis predicted that the reasons for people doing voluntary service are similar for the different organizations considered here. This hypothesis was supported because no effects of type of organization on reasons for volunteering were detected.
Hypothesis 2, the expectation that some reasons for volunteering are similar for men and women (e.g. social motivation) and some dissimilar (e.g. to gain skills, experience, etc.), was also confirmed. In the present study, the reasons for men and women doing voluntary service were similar, with one exception: gaining skills and experience played a larger role for women than for men. Previous studies have found similar gender-related differences with respect to the self-experience/understanding motive ( Chapman and Morley 1999; Fletcher and Major 2004; Yadessa 2015) . Findings regarding the relationships between gender and other reasons for volunteering are varied across different studies (see Chapman and Morley 1999; Switzer et al. 1999; Fletcher and Major 2004; Yadessa 2015) . The diverging findings of previous studies could have arisen as a result of different volunteer samples (e.g. students, emergency service volunteers, etc.). What is important to note is that no effect sizes were reported in previous studies investigating the impact of gender on reasons for volunteering (see Chapman and Morley 1999; Switzer et al. 1999; Fletcher and Major 2004; Yadessa 2015) . Interestingly, the present data further revealed that only in the THW sample, women reported a higher motivation to gain skills/self-experience; no gender differences were detected with respect to the motivation scales in the VFB and GRC samples. One explanation could be that the THW has specifically implemented 1:1 female mentoring programs to increase the proportion of women, and furthermore employs slogans such as "Technology is a matter of men? Not at the THW." ( German Federal Agency for Technical Relief [Technisches Hilfswerk] 2011 ). This strategy might enhance this aspect of women's motivation.
The third hypothesis, which predicted age to be negatively associated with career motivation and the motivation to gain knowledge and skills, was also shown to be correct, which is in line with previous research ( Omoto, Snyder, and Martino 2000; Okun and Schultz 2003) . US statistics have shown that volunteers have a 27% higher chance of finding a job after being out of work than non-volunteers, possibly due the development of new skills and expansion of personal networks ( Cooperation for National and Community Service 2015). The current study also examined whether people entering a volunteer service have different reasons for volunteering than people who have already served for a longer time (Hypothesis 4). In the sample of volunteers aged 19 or below, six motives were less important for those who entered the service within the last 2 years than for volunteers who started more than 2 years ago: self-experience, social responsibility, social influence, professional balance, career, and political responsibility. Consequently, they scored lower on both the self-serving and the altruistic orientation dimension. This could be because young volunteers enter the service through their parents or friends, so they may have no explicit motives. In our study, of the volunteers who were aged 10 or below when they entered the service, 49.0% joined because of family members who were active members, and 45.1% were motivated by friends who were active members. Of those who were aged between 16 and 19 when they started, 30.7% joined because of family members, and 49% because of friends. In contrast, for young adults (aged 20-39) and middle-aged adults (aged 40-59), the time of entering the voluntary service (i.e. in the last 2 years vs. more than 2 years ago) did not have an effect on the self-serving and altruistic orientation dimension. No results were available for older adults (aged 60 or above), because very few of the older participants had entered the service in the last 2 years. Consequently, the fourth hypothesis is only partially supported.
Finally, the fifth hypothesis, which stated that reasons for volunteering in civil protection will be independent of immigrant status, was supported. As expected, the average level of self-perceived integration of the 258 immigrants was very high. The question how long they already lived in Germany was not asked, because immigrant status was assessed according to the Federal Statistical Office [Statistisches Bundesamt] (2015) in Germany (please see method section). Of the 258 immigrants, only 14 did not have the German citizenship.
In line with previous research in Germany ( Hielscher and Nock 2014) , our sample indicates that an appreciable integration of females, older people, and immigrants -with regard to number of members -does not take place in civil protection organizations. In the field of civil protection, volunteering is more long-term and includes intensive training, continuous exercises and on-call services. For women, voluntary work is probably influenced by their life stages and possibly less stable than for men -presumably due to motherhood and family life. In the present study, women's main reasons for a potential termination of volunteering were the following two: too little time and difficulties with other volunteers/volunteer supervisors (Table 3) . Furthermore, women may feel that they are discriminated in traditionally male-dominated organizations such as the VFB and THW ( Hielscher and Nock 2014) .
Youth and young adults are the main resource for voluntary services. In the present study, 59.8% were aged 19 or below when they entered the service, 27.5% were aged 20-29, 7.3% were aged 30-39, and 5.3% were aged 40 or above. The average age of entry into the service was 21 years. Recently collected data of members of non-profit civil protection showed a similar age distribution: 58% were aged 20 or below when they entered the service, although a small increase of voluntary services of 13% occurred at the age of 30-40 (13%; BIK 2013). Janoski, Musick, and Wilson (1998) : p. 515 suggest that one way to recruit more young people into volunteering services is "…to ensure that lessons of civic duty and social obligations are learned early and well". They showed that volunteer work undertaken in high school has a strong positive influence on volunteering. In the present study, the sample of elderly volunteers was small and new members taking up voluntary service were the exception. An obvious reason is the age limit of 60 years of active service in the THW (before the year 2013) and of 60-67 years, depending on federal state, in the VFB ( German Federal Agency for Technical Relief [Technisches Hilfswerk] 2014; German Fire Service Association [Deutscher Feuerwehrverband] 2016a ). However, although the GRC has no age limits specified, its share of volunteers aged 60 or above was also small (3.6%). This raises the question of how the organizations can maintain their long-term volunteers. The main reasons for a potential termination indicated by seniors were difficulties with paid staff (17.5%) and with other volunteers/volunteer supervisors (12.3%). To investigate whether the current motives of senior volunteers are different from those when they started as a young person, longitudinal studies need to be conducted.
When interpreting the results of the present study, it is important to note that our sample is a convenience sample, which may therefore not be representative. For example, the percentage of female GRC volunteers was only about half of that in national GRC statistics (22.2% vs. 41%, respectively; Geenen 2012), whereas the percentage of female THW (11.5% vs. 13.0%) and VFB volunteers (8.8% vs. 8.5%) was approximately the same as in the national organizational statistics ( German Federal Agency for Technical Relief [Technisches Hilfswerk] 2016a; German Fire Service Association [Deutscher Feuerwehrverband] 2016b ). The percentage of immigrants volunteering in civil protection organizations was somewhat higher in our sample (7.9%), in comparison with a representative study in Germany (2.1%; BIK 2013). No official statistics are available on age structure in civil protection organizations, but, since this was an online study, the proportion of younger participants is expected to be higher.
Our findings have implications for practice and further research. This study has uncovered the various motives that drive people of different age groups to undertake voluntary service -these motives could be used in targeted recruitment advertising. Likewise, the finding that the motivation of women only differs from men's in one respect, namely that they value self-experience more than men, could also be used to recruit more women for voluntary service. Immigrant status played no role in our sample, which is most likely due the high level of integration of the volunteers with immigrant status. However, the low representation of immigrants in civil protection organizations suggests that a stronger intercultural orientation is necessary in order to promote volunteering by people with an immigrant background. Regarding targeted group recruitment strategies, another question is whether the target groups (women, immigrants and older people) could be gained as "new" volun-teers or whether already active volunteers are removed from other areas of voluntary service ( Hielscher and Nock 2014) ; future research is required in this respect.
